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OPERATIONAL DEFINITION OF TERMS 
Leadership style: refers to a mix of attributes, abilities, and practices leaders engage as they 
collaborate with followers 
Employee: refers to a person who does a specific duty in order to achieve an organizational 
objective. 
Employee Turnover: refers to the ratio of the workers number that vacate a position in an 
organization by abrasion, firing, or notification in a moment to the workers number payable in 
the same time 
Employee Retention: refers to an exertion by a company to keep a good working atmosphere 
that takes care of the current workers in lasting with the organization. Majority of the workers 
holding rules policies are targeted to taking care of the many requirements of workers in 
promoting their fulfillment thereby decreasing  the considerable charges required to hire and 
equip new staff with skills. 
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ABSTRACT 
Many organizations are facing turnover issues caused by factors such as unsupportive 
leadership, the disparity in the labor market, poor work climate, job dissatisfaction, and many 
others.  The factors are linked to both internal and external sources through job dissatisfaction. 
Consequently, to make a business run effectively, job satisfaction is a way to reduce staff 
turnover. The high rate of workers turnover in companies is characterized by leadership skills. 
Organizations that stress leadership development have an inherent advantage that can mean 
the difference between survival and extinction, work quality diminishes productivity 
decreases and attitudes drop. Consequently, it is very important to study if there is a relation 
between the leadership behaviors which impact on staff turnover. Improve the knowledge of 
understanding the leadership behaviors which would help leaders to be more effective and 
efficient in retaining and attracting talented employees. The following objectives guided the 
study to assess the effects of transactional leadership on employee turnover intentions in 
APEC limited; to determine effects of transformational leadership style on employee turnover 
intentions in APEC limited; to find out effects of democratic leadership style on employee 
turnover intentions; and to determine effects of Laissez-faire leadership style on employee 
turnover intentions. This study used a descriptive research design. The study had a target 
population of 420 employees from APEC limited. The sample of the study was 200 
participants. Primary and secondary data sources were used. The research employed a 
descriptive analysis. Regression analysis was used to determine the relative significance of 
each of the factors on the influence of leadership style on employees' turnover intention.  
First, the researcher obtained informed consent from the relevant authorities and research 
participants. The study found out that members who do not meet the set objectives were 
threatened with punishment. A unit increase in transformational leadership style would lead to 
a 0.862 increase in the employee turnover intentions in APEC limited. Leaders expect to find 
and correct their own errors and fail to take necessary action. Leaders have good knowledge 
of appropriate social control mechanism. The study concluded that the manager-employee 
relationship is characterized by fear. Leaders involve staff in making organizations programs. 
Leaders delegates duties to members and expects them to accomplish them without 
supervision and is less concerned with what staff members do. They have a vision of 
extraordinary goals and the ability to motivate employees to achieve better performance. 
Leaders at APEC limited should consult the group and manager should say to workers what to 
be done and how to accomplish it. Leaders need to involve staff in making organizations 
programs, get a nod insignificant issues before initiating them and is friendly, supportive and 
considerate towards others. The study was conducted in a private organization thus the same 
study should be conducted in a public organization or a parastatal and the results compared.  
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CHAPTER ONE 
INTRODUCTION 
Introduction  
This chapter seeks to cover the linkage between leadership styles and employee turnover 
intentions. This section highlights different leadership styles; transactional, transformational, 
democratic and of Laissez-faire leadership style which influences employee turnover 
intentions directly or indirectly. 
1.1 Background of the study 
Many organizations are facing turnover issues caused by many factors such as unsupportive 
leadership, the disparity in the labor market, poor work Climate, job dissatisfaction, and so on. 
Meanwhile, the factors are linked to both internal and external sources through job 
dissatisfaction. Consequently, to make a business run effectively job satisfaction is a way to 
reduce staff turnover. According to Wolf (2012), workers generally leave organizations whose 
leaders fail to link up with their needs and desires leave such organizations, workers efforts 
are hardly recognized and the consequences border on dissatisfaction and the response are 
takeoff. Such leadership is based on the feeling of the indispensability of the leader, making a 
critical organizational decision with little or no people involvement, an attitude that helps to 
disperse rather than hold workers in the organization. In case a company fails to have an 
encouraging working tradition, the working atmosphere becomes unfavorable to the staff at 
different levels. Attached to additional concerns, this becomes another reason why workers 
leave jobs. Simple attitudes towards shift meals, uniform policies, breaks, and lack of benefits 
can decrease employee morale. 
Managers must provide solid, positive leadership to keep their employees happy. Line level 
workers quickly lose respect for managers that are unwilling to roll up their sleeves when 
needed Boardman (2010). Lowering the workers turnover is a slow step by step process; 
however, most organizations fight with high rates of a turnover year after year. The high rate 
of workers turnover in companies is characterized by leadership skills by the management. 
Therefore, organizations that stress leadership development has an inherent advantage that can 
mean the difference between survival and extinction, work quality diminishes productivity 
decreases, attitudes drop, Whipple (2013). An organization's employees should be focusing on 
the advancement of your organization's goals, not on their manager. 
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Employees must be given adequate space to participate in the decision making processes of 
the organization, and by doing so, their loyalty to the organization will be increased (Martin, 
2011). Human resource executives and senior-level operations executives would do well by 
measuring the authentic leadership of front-line managers and connect those data points with 
front-line employee turnover. Most organizations today have known the necessity for better 
openness and responsibility; many recognize that unethical behavior has immediate and 
lasting negative impact on company performance. Employees lose faith in organizations that 
allow inauthentic leaders to go unchecked, and these employees will leave such organizations 
The number one reason an employee will seek new opportunities is leadership. 
Poor leadership can cause employee turnover, which ends up costing the organization time 
and money. The expense of recruiting and training employees can eat away funds that would 
otherwise have been used to finance other critical activities in projects undertaken by the 
organization. In addition, the lack of seasoned employees can diminish your production, 
customer service, efficiency, lowering the workers turnover is a slow step by step process; 
however, most organizations fight with high rates of the turnover year after year (Kevin, Joan 
& Adrian,2011). The high rate of workers turnover in companies is characterized by 
leadership skills by the management.  
Employee turnover is influenced by employee dissatisfaction within the job environment, 
which reduces contributions to the job, and has influenced employee decisions to leave an 
organization (AlBattat & Som, 2013). Commitment is the comparative asset of a person‟s 
connection to an organization and involvement in the organization. Commitment to the team 
is linked to vital work-related factors such as; employee absenteeism, employee turnover, 
employee performance and, employee citizenship behavior (Alkhatani, 2016). According to 
Gautam (2005), many studies support the fact that employees leave an organization for many 
reasons, but the two most frequent causes are the quality of the selection system and the 
quality of leadership. Many factors influence employees‟ decisions to stay at or quit their 
current jobs.  
1.1.1 The Concept of Employees’ Turnover  
The number of employees who join and leave a company is called employee turnover. In case 
a company has a higher rate of employee turnover, this indicates that workers of the company 
have a smaller average time compared to those in other companies. When employees leave, 
valuable knowledge is lost (Kysilka, 2013). Hiring a new worker and equipping him/her with 
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skills same as the one you‟ve lost takes time and money. A certain amount of turnover is 
necessary and healthy for an institution; too much staff turnover can lead to excessive costs. 
Turnover is a major problem for many organizations because it is extremely costly for the 
employer, particularly in jobs which offer higher education and extensive on the job training 
(Kysilka, 2013). 
In the recent period of economic challenge, most organizations have experienced employee 
turnover. O‟Connell and Mei-Chuan (2007) reported the average cost of employee turnover to 
be $13,996 per employee. According to Ballinger, Craig, Cross, and Gray (2011), the 
estimated costs related to employee turnover range from 25% to 500% of the annual salary of 
an employee. Center for American Progress (CAP) study found that losing a salaried 
employee can cost as much as twice their annual salary, especially for an executive level 
employee. For example, the average costs to replace an employee are up to 213% of the 
annual salary for highly educated executive positions (Boushey & Glynn, 2012). The average 
costs of turnover for positions earning less than $30,000 annually is 16 percent of an 
employee‟s annual salary, while employees earning up to $50,000 annually showed a typical 
cost of turnover of 20 percent of salary and the same is true of positions earning up to $75,000 
a year (Boushey & Glynn, 2012). While the cost of turnover for any given employee is lower 
than that of higher-level executives, the turnover cost associated with the high number of 
employees at lower levels still results in high turnover costs even for entry-level employees.  
The construction sector in Kenya contributes 4.8% of the GDP and one of the fastest growing 
industry. This fast-paced growth and its significance as a critical economic growth driving 
factor necessitate the need for quality leadership to guarantee projects meet quality standards, 
within budget and in expected timelines. The construction sector in Kenya is unique in that 
there is almost a 50:50 (Unskilled 20,174, semi-skilled 27,902, skilled 40,187) balance 
between skilled and semiskilled combined with unskilled workers according to KNBS 2016 
data. This creates a huge workforce of an educated young workforce whose job motivation 
and satisfaction don't align with historical values and belief. It is the people who supervise 
these workers who hold the keys of motivating them and creating a culture of belonging that 
enhances employee retention and the success of multi-dollar projects (Miller, Walker & 
Drummond, 2007). 
According to Abbasi and Hollman (2000), the backgrounds and experiences of leaders affect 
employees‟ intention to quit. Being a leader in post-secondary education can be complex, and 
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a leader‟s leadership style impacts many types of employees in an organization. Thus, leaders 
have practiced numerous leadership styles including autocratic, democratic, transformational, 
transactional, charismatic, servant, visionary, and laissez-faire (Bass, 1999; Northouse, 2013; 
Robbins & Judge, 2011). There is evidence that transformational leadership is a crucial factor 
in reducing and mitigating turnover intentions (Long, Thean, Ismail, & Jusoh, 2012). Deloitte 
(2010) reports that the value of human capital in the industry is self-evident. An average 
proprietor uses about 45 percent of operating expenses and 33 percent of revenues on labor 
expenses called worker payment and welfares. Despite these significant levels of labor spend, 
employee turnover in the industry continues to remain high.  
According to Deloitte (2010) reports, the key to the brand promise is the talent for delivering 
it. There has been extensive research conducted on the behavioral aspects of leadership and 
possible effects on employees and organizations. Yukl (2007) argued that transformational 
leadership provides a further understanding of the influence people have on others and 
provides more significant insights into the leader-follower interaction. On the other hand, 
transactional leadership uses a series of exchanges such as rewards and punishment to achieve 
objectives and influence employee performance (Bass, 1985; Burns, 1978). Each of the 
constructs has been extensively researched, but the possible linkage between turnover 
intentions and transformational and transactional leadership in higher education has not 
received much attention, as indicated by the lack of documented research on the topic. In a 
question by Davis, Lockwood, Alcott, and Pantelidis (2012) so why do many supervisors fail 
fairly early in the career? He gives a response „Okay, most of them is the poor capacity to 
connect with the workers.' According to Miller et al., (2007) success at the workplace is 
determined by the extent the team players involved allow to be and all this lies on how good 
you manage them. Today's organization's management doesn't employ the control strategies 
of the previous eras. Current leaders find that threatening workers leads to poor production. 
Instead, they view their task as one of motivating employees to do their best (Manning & 
Curtis, 2009).  
Good interpersonal skills play a vital role to succeed in any hospitality companies. These 
include listening, questioning, negotiating and interaction with both guests and employees 
(Hunter, Tinton & Mannall, 2010). Today‟s organizational atmosphere has started various 
fluctuations in most companies that have unavoidably influenced the productivity of decision-
making roles by the management. There is a shift from the traditional roles to outcomes of 
managerial roles, making stakeholders interested in the way in which managerial roles 
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contributes to the organizational success and performance (Wadongo, Odhuno & Kambona, 
2010). Moreover, the research on managerial roles and choice of performance measures in the 
Kenya five star hotels, Wadongo et al. (2010) observed the need to invest in management 
training programs that will make their managers perform managerial roles efficiently. 
In the recent period of economic challenge, most organizations have experienced employee 
turnover. O‟Connell and Mei-Chuan (2007) reported the average cost of employee turnover to 
be $13,996 per employee. According to Ballinger, Craig, Cross, and Gray (2011), the 
estimated costs related to employee turnover range from 25% to 500% of the annual salary of 
an employee. Recently, a Center for American Progress (CAP) study found that losing a 
salaried employee can cost as much as twice their annual salary, especially for an executive 
level employee. For example, the average costs to replace an employee are up to 213% of the 
annual salary for highly educated executive positions (Boushey & Glynn, 2012). The average 
costs of turnover for positions earning less than $30,000 annually is 16 percent of an 
employee‟s annual salary, while employees earning up to $50,000 annually showed a typical 
cost of turnover of 20 percent of salary and the same is true of positions earning up to $75,000 
a year (Boushey & Glynn, 2012). While the cost of turnover for any given employee is lower 
than that of higher level executives, the turnover cost associated with the high number of 
employees at lower levels still results in high turnover costs even for entry-level employees. 
The construction sector in Kenya contributes 4.8% of the GDP and one of the fastest growing 
industries. This fast-paced growth and its significance as a critical economic growth driving 
factor necessitate the need for quality leadership to guarantee projects meet quality standards, 
within budget and in expected timelines. The construction sector in Kenya is unique in that 
there is almost a 50:50 (Unskilled 20,174, semi-skilled 27,902, skilled 40,187) balance 
between skilled and semiskilled combined with unskilled workers according to KNBS 2016 
data. This creates a huge workforce of an educated young workforce whose job motivation 
and satisfactions don‟t align with historical values and belief. It is the people who supervise 
these workers who hold the keys to motivating them and creating a culture of belonging than 
enhances employee retention and the success of multi-dollar projects (Miller, Walker & 
Drummond, 2007).  
According to Abbasi and Hollman (2000), the backgrounds and experiences of leaders affect 
the employees‟ intention to quit. Being a leader in post-secondary education can be complex, 
and a leader‟s leadership style impacts many types of employees in an organization. Thus, 
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leaders have practiced numerous leadership styles including autocratic, democratic, 
transformational, transactional, charismatic, servant, visionary, and laissez-faire (Bass, 1999; 
Northouse, 2013; Robbins & Judge, 2011). There is evidence that transformational leadership 
is a crucial factor in reducing and mitigating turnover intentions (Long, Thean, Ismail, & 
Jusoh, 2012). Deloitte (2010) reports that the value of human capital in the industry is self-
evident. An average proprietor uses about 45 percent of operating expenses and 33 percent of 
revenues on labor expenses called worker payment and welfares. Despite these significant 
levels of labor spend, employee turnover in the industry continues to remain high.  
According to Deloitte (2010) reports, the key to the brand promise is the talent delivering it. 
There has been extensive research conducted on the behavioral aspects of leadership and 
possible effects on employees and organizations. Yukl (2007) argued that transformational 
leadership provides a further understanding of the influence people have on others and 
provides more significant insights into the leader-follower interaction. On the other hand, 
transactional leadership uses a series of exchanges such as rewards and punishment to achieve 
objectives and influence employee performance (Bass, 1985; Burns, 1978). Each of the 
constructs has been extensively researched, but the possible linkage between turnover 
intentions and transformational and transactional leadership in higher education has not 
received much attention, as indicated by the lack of documented research on the topic. In a 
question by Davis, Lockwood, Alcott, and Pantelidis (2012) so why do many supervisors fail 
fairly early in the career? He gives a response „Okay, for most of them is the poor capacity to 
connect with the workers.‟ According to Miller et al., (2007) success at work place is 
determined by the extent the team players involved allow to be and all this lies on how good 
you manage them. 
1.1.2 Leadership Style  
Leadership is a crucial factor in the management and control of employees and the 
organization and, can be viewed as a series of managerial attitudes, behaviors, characteristics, 
and skills, based on individual and organizational values, leadership interests and, the 
reliability of employees in different situations (Alkhatani, 2016). Leadership is executed in 
different styles depending on the leader‟s personality and the situation at hand. Irwin (2014) 
suggests that style is the outward face of a leader because it is the most readily observable 
way we interact with others. According to Yukl (2002) leadership is the process by which 
shared objectives can be achieved through facilitating individual and collective efforts, it is 
also a process of what and how things can be done effectively by influencing others. Although 
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the concept of leadership has been contested over the past decade (Grint, 1997, 2005; Tejeda 
et al., 2001). 
According to Garcia-Morales et al., 2012; Gyensare et al., 2016; Howell & Avolio, 1993 and 
Nemanich & Keller, 2007, empirical evidence shows that transformational leadership 
characterizes an effective form of leadership at the organizational, sectorial and national 
levels. For example, the favoring and tendency of workers to continue working in an 
organization can contribute enormously to workforce stability and organizational efficiency. 
However, this decision is only feasible and pragmatic when employees feel satisfied with the 
leadership style being practiced in the organization (Gyensare, 2013; Gyensare et al., 2016), 
Connected to this purpose, workers who work in private owned and government-owned 
organizations are more likely to remain with their organizations when leadership puts in them 
self-importance, esteem, and faith, give personal recognition and pass information on the 
great potentials with them is in transformational managers.   
Despite many studies linking transformational leadership to voluntary turnover intention 
(Alexandrov et al., 2007; Burton and Peachey, 2009; Chang et al., 2013; Dimaculangan and 
Aguiling, 2012; Dupré and Day, 2007; Wells and Peachey, 2011), the mechanisms and 
processes that mediate the relationship between the aforementioned constructs is one area that 
researchers have grappled with over the past two decades. Besides, previous research has 
examined affective commitment and psychological climate as independent predictors of 
voluntary turnover intention (Biswas, 2011; Eby and Rothrauff-Laschober, 2012; Soane et al., 
2012; Gyensare, 2013; Gyensare et al., 2016). Affective organizational commitment is an 
employee‟s emotional attachment to, identification with and involvement with the 
organization (Meyer and Allen, 1991). According to Meyer et al.'s (2002) meta-analytic 
research showed that the three features of assurance, moving assurance had the highest and 
favorite relationships with the company and worker-connected goals.   
Employee engagement is defined as the extent to which workers expend themselves 
“physically, cognitively, and emotionally” during the performance of their tasks in the 
workplace and the construct has been linked to meaningful organizational outcomes such as 
affective commitment (Saks, 2006) and turnover intention (Biswas, 2011; Harter et al., 2002). 
However, Shuck and Wollard (2010) posit that engagement is a positive state of energy 
directed towards positive organizational outcomes. The current research extends previous 
work on transformational leadership (Gyensare et al., 2016) by highlighting the mediating 
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roles of affective commitment and employee engagement. In addition, unlike van Gelderen 
and Bik (2016) who hypothesized affective commitment to employee engagement 
relationship, we argue otherwise, that employees who are emotionally attached to and 
involved with the organization are more highly engaged than their colleagues which is 
consistent with Mercurio‟s (2015) affective commitment model. 
1.1.3 APEC LIMITED 
APEC Ltd was founded in 1995 and incorporated under the laws of Kenya in 1996. In 2002 a 
sister company, APEC Consortium Ltd (Consulting Engineers) was incorporated under the 
same directorship to serve its clientele with a higher degree of flexibility.   APEC provides 
consultancy services in Feasibility Studies, Preliminary and Detailed Engineering Design, 
Planning & Organization, Execution and Project Management in Roads and Highways, 
Airport Infrastructure and Planning, Buildings, Waste-water Management, Water Supply & 
Sanitation, Environmental Management, Social Development, Technical, Performance, and 
Financial Audits. The Company also offers consultancy services to contractors on Design & 
Build projects. The firm also engages the experience of individual professionals who have 
been working directly or at associate level with the company under a consortium thereby 
providing efficient, timely and sustainable solutions to our diverse clientele. 
1.2 Statement of the problem 
APEC has 420 employees and they face approximately a turnover of 100 who are 
professionals and specialists in their respective civil engineering fields annually. In the 
payroll, 100 employees left in 2015, 98 employees in 2016 and 105 employees in 2017 
respectively. The high employee turnover experienced at APEC has been attributed to the 
leadership style that is manifested by the leaders. Employee turnover has resulted in a large 
cost to APEC since adjustments have to be made, and it has become a critical problem facing 
the leaders. Many staffs at APEC are leaving the organization to seek for jobs in other sectors 
and this has been linked to poor leadership experienced in the organization. Employee 
retention stands as a great challenge at APEC which results from dissatisfaction by their 
leaders. A high turnover rate has many disadvantages for organizations and general country 
economies as well. It is a huge challenge for decision makers as well as managers to deal with 
the employee turnover and reduce the turnover percentage in the present and future. Literature 
is replete with leadership and voluntary employee turnover intention, with studies in both 
private and public sectors by various writers (Long, Thean, Ismail & Jusoh, 2012). 
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Consequently, it is very important to study if there is a relation between the leadership 
behaviors which impact on staff turnover. Improve the knowledge of understanding the 
leadership behaviors will help leaders to be more effective and efficient in retaining and 
attracting talented employee‟s (Sellgren, Ekvall & Tomson, 2007). According to Sellgren et 
al. (2007), argued that there is no significant direct relationship found between leadership 
behavior and staff turnover was shown in their study which among nursing. Nevertheless, the 
relationship between the employees' perceptions of their leaders' transformational and 
transactional leadership behaviors and employee turnover intentions has been a matter of 
research for various types of organizations. For instance, these studies have been conducted 
on project managers, assistant coaches, engineers, and technicians, research and Development 
personnel in the communication industry, and other employee groups (Dimaculangan & 
Aguiling, 2012; Manafi, 2012). Bernardin (2003) have identified the existence of poor 
relations in the workplace as causes of staff turnover. Blau (2006) stated that the causes of 
turnover have received significantly less attention from researchers and hence the researcher 
will bridge this gap. However, it appears that limited studies have focused on the significant 
relationship between perceived leaders‟ leadership styles and turnover intention for employees 
employed by a large public system of higher education.  This study intends to resolve this 
problem by identifying relationships between employees‟ perceptions of their leaders‟ 
transformational and transactional leadership styles and turnover intention.  
1.3 Research objectives 
i. To investigate the effects of transactional leadership on employee turnover intentions 
in APEC limited.  
ii. To determine the effects of transformational leadership style on employee turnover 
intentions in APEC limited.   
iii. To find out the effects of democratic leadership style on employee turnover intentions 
in APEC limited.   
iv. To establish the effects of Laissez-faire leadership style on employee turnover 
intentions in APEC limited.   
1.4 Purpose of the Study  
The overall objective was to determine relationship leadership style and employee turnover 
intentions at APEC limited.  
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1.5 Significance of the Study  
This study would be useful in filling the research gap and providing information on the 
relationship between leadership styles and employee turnover intentions at APEC Limited in 
Kenya. Knowledge will also be added to the already existing resources. The study will assist 
institutions when developing a policy to curb the employee turnover rate. The findings from 
the study would be used to provide useful information that would, if utilized and adapted: 
effects policy, improve effectiveness and efficiency, increase consumer satisfaction and leads 
to improved performance in the construction industry.  
The findings of this study would help organizations in the construction industries in Kenya to 
evaluate various leadership style factors that contribute to employee turnover intentions. The 
government is expected to use the findings to review policies governing institutions in the 
construction industries in order to give them the leadership support and flexibility required to 
effectively curb or reduce the employee turnover intentions. The investors in the construction 
industries shall get to know before-hand the leading factors contributing to employee turnover 
intention in the industry. The results would be useful to investors, construction industry 
stakeholders and development partners. 
1.6 Scope of the Study 
The study focused on APEC Limited. The study was carried out in Nairobi in the year 
2017/2018. The researcher gathered information from employees derived from various 
functions of the organization which included management, technical, programming and 
support functions such as HR, Finance, and Administration. 
1.7 Limitations of the study 
The researcher was faced with a number of limitations. The first limitation may be the 
reliability and adequacy of data to be collected. To mitigate this, the study incorporated purely 
primary data which gives more in-depth and more original information.  The researcher was 
constrained by the fact that the response depended on the current employees instead of using 
facts of the employees who have left the institutions in the past. Also, due to the fear of 
victimization, the respondents were not willing to share very important information regarding 
the study. The researcher assured anonymity to encourage the respondents to share their 
records for research purposes only. 
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1.8 Chapter Summary 
This chapter has considered the background of the problem by articulating what other 
researchers and practitioners in the area under consideration have found out with regard to 
leadership style and employee turnover intentions. It has also listed the general and specific 
objectives underlying the study and clearly defined the importance and scope of the study. 
The next chapter will discuss the theoretical framework underpinning this study and what 
other scholars have published with regard to each of the study's specific objectives. 
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CHAPTER TWO 
LITERATURE REVIEW 
2.1 Introduction  
This section gives the summary of literature connected to the research from previous studies 
and publications. It gives a general overview of employee turnover and the factors influencing 
it. The literature is arranged in line with the study objectives making sure that the study 
questions are relevant. Further, the section presents theories on employee retention and the 
employee turnover intentions in addition to a theoretical and conceptual framework of the 
study. 
2.2 Theoretical Literature Review  
There are numerous approaches to the study of employee retention each addressing different 
facets of encouraging intentional employee retention activity and discouraging.  The study 
will be anchored on Herzberg two factor theory. 
2.2.1 Maslow’s hierarchy of needs  
According to Maslow (1943) individuals are inspired by their wish to accomplish and uphold 
the different circumstances upon which the rudimentary fulfillments rest and by specific and 
additionally knowledgeable requirements. He believed that human beings aspire to become 
self-actualized and viewed human potential as a vastly under estimated and unexplained 
territory (Stephens, 2000). Maslow had a point of view that people experience an arrangement 
of five basic requirements i.e. physiological, wellbeing, love, regard and self-completion 
whereby, the first, which is physiological need is the broadest stage which includes the need 
for food, shelter, clothing, bodily luxury etc. this level offers the foundation of  life.  
In any case, a company gives the workers the basic needs for advancement such as amenities, 
aptitude, and assistance, then the employees would be automatically encouraged and fulfilled. 
Promotion and satisfaction have a direct relationship. Naveed and Bushra (2011) indicated 
that Maslow‟s hierarchy of need theory also described that when esteem needs (autonomy, 
power, recognition, and status) of people are fulfilled, they will be more satisfied with their 
job. People are more satisfied and motivated when their needs are fulfilled (Ramasodi, 2010).  
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2.2.2 Herzberg’s two factor theory  
The Two-factor theory developed by Herzberg (1959) a Psychologist, (also known as 
Herzberg's motivation-hygiene theory and Dual-Factor Theory) states that there are certain 
factors in the workplace that cause job satisfaction, while a separate set of factors cause 
dissatisfaction. Two-factor hypothesis basics: Attitudes and their association with modern 
emotional wellness are identified with Maslow's hypothesis of inspiration. In relation to 
intrinsic and extrinsic, Herzberg derived hygiene (dis-satisfiers) factors associated with the 
conditions under which the work is performed i.e. salary, benefits, company policy, 
supervisor, work conditions or working with competent and social co-workers; and motivation 
factors which consist of work dimensions of autonomy and responsibility. Motivators 
sometimes referred to as satisfiers encourage employee growth and development resulting in 
satisfaction whereas, hygiene factors also called dissatisfies can prevent dissatisfaction with a 
job, but do not contribute to job satisfaction. The results have had an impressive hypothetical, 
and also a down to earth, impact on states of mind toward the organization. 
According to Herzberg, (1959), individuals are not content with the satisfaction of lower-
order needs at work, for example, those associated with minimum salary level or safe and 
pleasant working conditions but rather individuals look for achievement, recognition, 
responsibility, advancement, and the nature of the work itself. However, Herzberg, (1959), 
added a new dimension to this theory by proposing a two-factor model of motivation, based 
on the notion that the presence of one set of job characteristics or incentives lead to worker 
satisfaction at work, while another and separate set of job characteristics lead to 
dissatisfaction at work. Along these lines, fulfillment and disappointment are not on a 
continuum with one expanding as alternate lessens yet are autonomous marvels. Pay, working 
conditions, collaborators, and even supervision are protests in the work put which conceivably 
work results, yet which not a key piece of the work area. Dealing with others and friendship 
interactions are sources of extrinsic outcomes (Golshan, Kaswuri & Aghashahi, 2011). This 
hypothesis proposes that to enhance work states of mind and profitability, executives must 
perceive and take care of the two arrangements of qualities and not expect that an expansion 
in fulfillment prompts diminish in un-pleasurable disappointment. 
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2.2.3 Transformational Leadership Theory  
This theory was first introduced by Burns (1978). Burns (1978) first conceptualized this 
theory when he introduced the concept of leadership that is transformational among political 
leaders. Burns stated that transforming leadership is a process in which a leader and his/her 
followers work towards the advancement to a higher level of morale and motivation. Bass 
(1985) then extended Burns‟ work on transformational leadership theory. Bass explained the 
psychological mechanisms that underlie transforming and transactional leadership. Bass 
added to the initial concepts of Burns (1978) to help explain how transformational leadership 
could be measured, as well as how it impacts follower motivation and performance. By 
considering Bass (1985) conceptualization of the theory of transformational leadership, one 
key point stands out that distinguish leaders; that others champion change through continuous 
improvement, while some would rather play within the precincts of what is known.  
Bass further reiterated that most leaders with greater followership are most often 
transformational by practice or nature. Northouse (2014) notes that a more expanded and 
refined version of transformational leadership that was based on the work of Burns (1978) 
now exists. Bass argued that transformational leaders motivate followers to transcend their 
own self-interest for the sake of the team; and moving followers to address high-level needs. 
In other words, the leader transforms and motivates followers through idealized influence, 
intellectual stimulation and individual stimulation, and individual consideration.  
Various studies have demonstrated that transformational leadership positively influences 
followers and organizational performance (Diaz-Saenz, 2011). However, according to Yulk 
(2011), a number of scholars have reasoned differently on transformational leadership. It‟s 
worth noting that Hulk's criticism of transformational leadership theory has a lot of relevance 
to date. Most importantly is that it's a little hard to illustrate how transformational leadership 
impacts on individuals and workers in organizational contexts. Besides, he points out that no 
rigorous study has been done to empirically demonstrate the influence of transformational 
leadership on people and teams (Hunt, 1999). One of the shortcomings of transformational 
leadership is in its depiction of men to be endowed with immense capabilities, which in reality 
may be significantly exaggerated (Northouse, 2014).  
Indeed, Northouse reasons that Bass presents transformational leaders as people with no 
character shortcomings, and that his influence will automatically impact on the followers; this 
view is obviously narrow (Yulk, 1999). If such reasoning is anything to go by, then it means 
15 
 
followers may be vulnerable especially when he wants to advance ulterior motives (Mullins, 
2007). This is supported by Herzberg's two-factor theory (Herzberg, 1966). It is also 
supported by the charismatic theory by House (1997). This theory is relevant to this study in 
that it elaborates more on transformational leadership and outlines its influence on 
performance. Besides having the overall view of the organization, the transformational leader 
needs to understand the things that motivate his/her subordinates individually (Bass, 1985). 
Various studies have shown that transformational leadership positively influences employee 
performance (Fenwick, 2014). According to Richard and Clark (2005), there exists significant 
overlap as far as the four components of transformational leadership is concerned, and as a 
result, the theory tends to lack in conceptual clarity (Yulk, 1999). Indeed Northouse (2014) 
adds that from available empirical studies conducted using the Multi-factor Leadership 
Questionnaire (MLQ), the four components of transformational leadership correlate with each 
other, and as such, there is a minimal distinction (Tejeda, Scandura& Pilki, 2001).  
Antonakis (2012) emphasizes that clearly, it has not been empirically demonstrated whether 
transformational leaders are indeed capable of transforming individuals (Shamir, Munz & 
Boomer, 2013). Despite the stated conceptual weaknesses of the transformational leadership 
theory, many researchers have alluded to the fact that transformational leadership may be 
attributed to some degree of organizational effectiveness. The Bass and Avolio (1993) 
transformational leadership model were chosen for the present study as they are most 19 
suitable and relevant to this study context. The intention is to establish whether the findings of 
this study will confirm the arguments advanced by the proponents of the transforming 
capabilities of transformational leaders. 
2.3 Empirical Literature Review  
The pervasiveness of representative turnover is worldwide and the same in West Africa and 
different parts of the world. For instance, report on private sector demand for youth labor in 
Ghana and Senegal from the Youth Employment Network confirmed that high personnel 
turnover rates remained a major concern in the banking sector and other financial services in 
Ghana (The Youth Employment Network, 2009). Also, a study conducted by Amediku (2008) 
on employment and labor cost in the Ghanaian banking sector indicated that employee 
turnover has serious cost implications for the industry. Even though the term turnover 
intention has been accepted by some scholars (Arnold, 1999) as a proxy construct for 
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measuring actual turnover, it is still imperious to differentiate between these two constructs to 
facilitate a better appreciation of the terms. 
According to Loquercio, Hammersly, and Emmemns (2006), staff turnover could be defined 
as the proportion of staff leaving in a given period but prior to the anticipated end of their 
contract of employment. Voluntary turnover describes the amount of employee turnover that 
occurs due to the decision of employees to resign from their positions and voluntarily leave 
their employers (Loquercio, Hammersly, and Emmemns, 2006). As indicated by Vance 
(2006), employee turnover can never be underestimated by given the cost organizations incur 
as a result. Extant literature (Najm, 2010), however, suggests that employee turnover may be 
substantially reduced if leaders exhibit behaviors which reflect employees' expectations of 
quality leadership. Previous studies have indicated turnover intention as the main challenge 
for companies. For instance, Kumar, Ramadan, and Yacob (2012) contended that turnover 
causes organizations to lose sales due to the amounts involved in recruiting and selecting new 
employees not alienating the cost of training the new employees to acquire the requisite skills 
and expertise. This statement is not different from the assertions of several authors in the 
turnover literature (Vance, 2006) and this indicates the critical implications that turnover has 
on organizations'.   
Literature shows that Turnover has adverse effects on a company's performance. For instance, 
Khatri, Budhwar, and Fern (1999) in Asian countries such as China, Hong Kong, Malaysia, 
Singapore, and Taiwan found that employee turnover is a phenomenon that bedevils human 
resource managers. Also, Amediku (2008) indicated that employee turnover in the Ghanaian 
banking sector has a lot of cost implications for the industry. Although Staw (1980) observed 
that turnover may have positive consequences, such as reallocation of organizational 
resources, this paper focused on the negative consequences of turnover. The three core 
negative effects that the study sought to discuss were the implication on the organizational 
cost as posited by Amediku (2008), among others. 
Organizations' spend a significant portion of their budgets recruiting and training new 
employees; estimates for the losses range from a few thousand to more than two times the 
person's salary (Cascio, 2000; Hinkin &Tracey, 2000). According to John (2000), some of the 
replacement costs include the search of the external labor market for a potential substitute, 
selection between competing substitutes, induction of the chosen substitute, and formal and 
informal training of the substitute until he or she attains performance levels equivalent to the 
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individual who quit. Moreover, a portion of the expenses may contain the disturbance of the 
association's day by day activities and the enthusiastic pressure. On occasion it incorporates 
the work over-burden it causes the individuals who remain, which maybe is hard to catch in 
money-related terms. Gustafson (2002) posited that turnover comprises such other costs as 
lost productivity, lost sales and management's time.  
2.3.1 Transformational leadership and employee turnover intention 
Transformational style of leadership is seen in literature to be expressively connected to 
turnover intention. For instance, Dupre and Day (2007) asserted that factors associated with 
supportive management of employees were negatively related to turnover intention through 
the mediating effect of job satisfaction. Similarly, Alexandrov, Babakus, and Yavas (2007) 
argued that employees' perception of management concern for both employees and customers 
has a significant influence on turnover intention. Hamstra, Yperen, Wisse, and Sassenberg 
(2011), in a quantitative study on how a fit between leadership styles and followers' regulatory 
focus will mitigate followers' turnover intention, found that transformational leadership was 
negatively related to turnover intention for highly promotion-focused followers, but not for 
those low in promotion focus. Transformational leadership is a type of leadership that brings 
about change in the way things are done in an organization (Hill, 2000). It is the most 
embraced kind of leadership as it helps both the leader and follower to advance their 
commitment and productivity in an organization (Fletcher, Uhl-Bien & Ospina, 2012). 
Transformational leadership is one in which all employees across different levels of the 
organization are involved in the process of making decisions to ensure that operational 
efficiency is achieved (Spreitzer, 2007). Transformational leaders seek contributions from 
their subordinates on key decisions so as to include their views and opinions in decision 
making. 
Similarly, Pieterse-Landman (2012) in a non-experimental quantitative study examined the 
relationship between leadership and employee turnover intention. Utilizing an information 
from an example of 185 directors in nearby JSE-recorded assembling organizations in South 
Africa, the creator found a huge negative connection between transformational authority and 
expectation to stop. Consistent with these findings, a study by Hughes, Avey and Nixon 
(2010) on leadership and followers' quitting intention and job search behaviors reported that 
followers' perceptions of transformational leadership shared significant inverse relationships 
with their intention to quit. In line with the position of previous findings, Bycio et al. (1995) 
opined that transformational leadership tends to be the crucial leadership behavior in reducing 
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and mitigating turnover intention rather than transactional leadership and laissez-fair 
leadership. 
Najm (2010) in Kuwait also found a negative relationship between transformational 
leadership and employees' turnover intention. A study by Martin and Epitropaki (2001) 
revealed that transformational leadership was negatively related to turnover intention among 
employees for several commercial and profit-oriented based businesses. Again, Gul, Ahmad, 
Rehman, and Saif (2003) conducted a study to investigate the association between leadership 
styles, organizational commitment, and turnover intention. Out of the one hundred and 
seventy (170) questionnaires distributed, one hundred and twenty-one (121) questionnaires 
were returned indicating a response rate of 71.2%. The results showed that there was no 
significant relationship between turnover intention and transactional and transformational 
leadership methods of leadership. 
Transformational leadership is based on four perspectives including idealized influence; 
inspirational motivation; intellectual stimulation; and individualized consideration. Idealized 
Influence is based on circumstances where leaders develop trust in their subordinates besides 
maintaining faithfulness and respect. They also show dedication to the subordinates thereby 
appealing to their aspirations in life and in a career (Kooskora & Isok, 2014). Inspirational 
motivations examine the extent that leaders communicate vision, mission and core values of 
an organization to their staff. They achieve these by using appropriate symbolic images that 
enable them to focus on their work. This also helps followers understand how their different 
roles fit into the larger organizational vision and mission. Intellectual stimulation explains the 
extent that leaders go in getting their followers to perform at optimal. It looks at issues that 
hamper their performance so as to develop a better and conducive working environment 
(Kivasu, 2015). In individualized consideration, leaders concentrate on growing and nurturing 
the interest in their followers' wellbeing by assigning tasks based on individual competence 
and promoting the level of group work by encouraging team spirit (Rasool et al., 2015). 
In another study, Wang et al. (2011) examined how transformational leadership affected 
organizational performance across criteria and levels through a meta-analysis. The study notes 
that transformational style deals more with how individual subordinates perform on their 
duties individually and in groups. It gauges how employees perform at the departmental level 
and on an individual basis. It is noted that transformational leaders exhibit inspirational 
motivation behavior through developing and sharing vision and high expectations. They also 
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exhibit idealized influence on their subordinates which makes it easy for the followers to buy 
in and perform as directed. Leithwood and Sun (2012) note the weakness of transformational 
leadership school in failing to anticipate the resultant behavior of followers so as to take 
appropriate corrective actions in advance. In another study, Seungmo, Marshall, Damon, and 
Stoll (2012) establish that transformation leadership had a significant effect on the level of 
performance registered by organizations. 
Finally, Wells and Pearchey (2011) undertook a study to investigate the relationship between 
leadership behaviors (transformational and transactional), satisfaction with the leaders, and 
voluntary turnover intention on 200 participants from National Collegiate Athletic 
Association Division I softball and volleyball assistant coaches in the USA. The result of their 
investigation indicated a critical negative connection between transformational administration 
style and deliberate turnover goal and additionally the connection between value-based 
authority conduct and willful authoritative turnover expectation. In light of the prior survey, it 
was guessed that transformational authority conduct would have a huge opposite association 
with representatives' turnover goal. 
2.3.2 The transactional leadership style and employees’ turnover intention 
Transactional leadership style relies on the leader‟s ability to bargain the suitable behavior of 
followers on the basis of rewards or punishment (Rees and French (2013). Nwokocha and 
Iheriohanma (2015) define transactional leadership as an exchange process that ensures that 
the follower is in compliance with the leader‟s request but very unlikely to produce 
commitment and zeal to the task objectives. According to Daft (1999), the rationale behind 
transactional leadership is an “exchange process between the follower and the leader”. While 
Burns (1979) identified the exchanges as economic, political or psychological in nature, the 
exchanges according to Daft (1999) involve goods that are “tangible, calculable and specific”.  
Transactional leader pays particular attention to the work of their followers with the aim of 
wanting to find faults so that they can have them corrected (Minett, Yaman, & Denizci, 2009). 
This leadership style is most appropriate in managing crisis situations in an organization. It 
also helps in dealing with emergency situations for a better outcome (Ojokuku et al., 2012). 
This leadership style is appropriate inactivity transaction because it reduces the faults and 
keeps high quality through insisting on high compliance levels (Karamat, 2013). 
Transactional leadership is a leadership style in which leaders have absolute power to make 
key decisions concerning the organization over their subordinates to an extent that 
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subordinates are left with little opportunity to contribute to key decision-making process 
(Sumers & Hyman, 2005). Transactional leaders put more emphasis on the processes as 
opposed to putting much emphasis on forward-thinking to come up with new and better ways 
of achieving set objectives. In transactional leadership, the leader is seen as an expert and 
have all the knowledge on how things should run therefore leaving no room for innovations 
and coming up with new ideas (Sumers & Hyman, 2005). 
According to Ojokuku et al. (2012) recommend that the value-based management can be an 
issue with desires. This proposes if the desire for one individual isn't met, the trade procedure 
might be intruded. Although Nwokocha and Iheriohanma (2015) identify that the inability of 
team members and followers to improve their job satisfaction level could result in turnover in 
the organization, they point out that the transactional leadership style can help to clarify the 
employees' roles and responsibilities and that employees who are motivated by rewards often 
perform and succeed in such organizations. Transactional leaders are fault finders as they 
always find a way of tracing back faults or mistakes to their employees (Akhigbe, Finelady, 
and Felix, 2014). Vito, Higgins, and Denney (2014) are of the opinion that both the leaders 
and followers have a considerable level of power and influence.  
2.3.3 Laissez- Faire leadership style and employees’ turnover intention 
According to Nwokocha and Iheriohanma, 2015, Laissez-faire is a French phrase that 
connotes "let it be" and it is also called "hands off style". According to Gill (2014), it means 
leaving subordinates to complete tasks and jobs in the way they choose without adherence to 
any strict policies or procedures. Bass (2008) portrays the free enterprise administration style 
as one in which the pioneer has no faith in their own capacity to regulate. He additionally 
expressed that the pioneer has no unmistakable define objectives towards how they may 
function, don't help the gathering in settling on choices thus leave excessively duty with their 
staff. 
According to Puni, Ofei, and Okoe (2014), the laissez-faire leader avoids controlling his 
employees and so only relies on the few available employees who are loyal to get a task done. 
A laissez-faire leader does not believe in employee development as they believe that 
employees can take care of themselves (Puni et al, 2014).  
2.3.4 Democratic leadership style and employees’ turnover intention 
The focus of this leadership style is on performance and people (Puni et al., 2014). It 
encourages employees to participate in the decision-making process of the organization 
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(Nwokocha and Iheriohanma, 2015). According to Puni et al (2014), decision making in a 
democratic system is not centralized and high performance is recognized and rewarded. 
Nwokocha and Iheriohanma (2015) on the other hand suggest that there is potential for poor 
decisions to be made by the subordinates as a result of the leader depending on the 
contributions made by the employees or subordinates. The democratic leadership sounds good 
in theory but it is often bogged down in its slow decision-making process and the results 
which could seem workable would always require a lot of time and effort (Nwokocha and 
Iheriohanma, 2015). 
The democratic leadership style is also called the participative style as it encourages 
employees to be part of the decision making (Gastil, 2012). The democratic manager keeps 
his or her employees informed about everything that affects their work and shares decision 
making and problem-solving responsibilities. This style requires the leader to be a coach who 
has the final say but gathers information from staff members before making a decision. 
Democratic leadership can produce high quality and high quantity work for long periods of 
time. Many employees like the trust they receive and respond with cooperation, team spirit, 
and high morale. Typically, the Democratic leader develops plans to help employees evaluate 
their own performance, allows employees to establish goals, encourages employees to grow 
on the job and be promoted, recognizes and encourages achievement. Like the other styles, 
the democratic style is not always appropriate. It is most successful when used with highly 
skilled or experienced employees or when implementing operational changes or resolving 
individual or group problems (Leban, 2014).  
The democratic leadership style is most effective when the leader wants to keep employees 
informed about matters that affect them, the leader wants employees to share in decision 
making and problem-solving duties, and when the leader wants to provide opportunities for 
employees to develop a high sense of personal growth and job satisfaction. It is also effective 
when there is a large or complex problem that requires lots of input to solve, changes must be 
made or problems solved that affect employees or groups of employee and when one wants to 
encourage team building and participation (Aronson, 2011). Democratic leadership should not 
be used when there is not enough time to get everyone's input, it's easier and more cost-
effective for the manager to make the decision, and the manager feels threatened by this type 
of leadership and when employee safety is a critical concern. 
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Resource practices and employee reactions, Ostroff and Bowen (2000) depict relationships 
suggesting that human resource practices are significantly associated with employee 
perceptions and employee attitudes. Studies by Tsui, Pearce, Porter, and Tripoli (1997), found 
that employee attitudes, most specifically employee commitments, were associated with the 
interaction of human resource practices and perceptions.  
Above all, organizations have implemented Human Resource (HR) practices and policies to 
reduce unnecessary and unwanted employee turnover (Roberson, & Ellis, 2008). This is 
mutually beneficial for the employee and the company, as it improves the strength of the 
organization and retains key talent (Becker & Huselid, 1995). According to Ogilvie (1986), 
these types of Human Resource Management (HRM) practices are more likely to have a 
positive impact on employee commitment and satisfaction than employee demographics or 
job characteristics. 
2.4 Implications of Employee Turnover to Organizations  
The effects of turnover are majorly shown in monetary terms. For example, Vance (2006) 
opined that Caterpillar, a giant multi-national construction equipment manufacturer, saved 
about $9 million in turnover costs alone at one of its European based plants. Similarly, Tziner 
and Birati (1996) in an extension of Cascio's categories of monetary costs indicated that an 
organization incurs huge costs as a result of a turnover. Operational disruption occurs when 
there is high interdependence of work roles within the organization. 
As per Staw (1980), "the higher the level of the position to be filled the more noteworthy the 
potential for interruption". Workers leave associations with saw reasons and these reasons 
ostensibly are solid wellsprings of unsettling among different workers in the company. The 
contention is that if the apparent reasons of turnover are caused by singular elements, at that 
point, unsettling is less existent; be that as it may, if the apparent reasons are caused by 
hierarchical elements, for example, initiative practices, at that point it is probably going to 
result in debilitation. This assertion is in line with Staw's (1980) position that, "If those who 
leave are members of a cohesive work group or possess high social status among the 
organizational membership, then turnover will likely lead to greater demoralization".  
2.5 Research gaps 
Leadership style is an important factor of employee retention amongst other factors such as 
career growth, interpersonal relationships with co-workers and pay (Bhatnagar, 2007) and 
previous research has found that a relationship exists between leadership style and employee 
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retention (Masibigiri and Nienaber, 2011). Nonetheless, there is a loophole in writing about 
the initiative style that best empowers maintenance of workers with center around value-based 
and transformational authority style. This exploration has hence been intended to research the 
effect of administration styles on representative maintenance, recognizing the authority style 
that best energizes worker maintenance at APEC limited company.  
The retention of employees is not only important for the survival of the continuous operation 
of the business, but it is also important to reduce the cost that may arise both directly or 
indirectly from the loss of employees and the recruitment of new employees (Masbigiri and 
Nienabar, 2011). The maintenance of representatives is to be given substantially more 
significance if an association is to have a supported development and improvement. This 
exploration was centered on all full-time workers at APEC. APEC constrained has been 
chosen with the end goal of this examination. This investigation approaches the speculation 
through quantitative procedures, utilizing surveys as the essential information gathering tool. 
2.6 Hypotheses of the study 
H01: There is no significant relationship between transactional leadership and employee 
turnover intentions in APEC limited.  
H02: There is no significant relationship between transformational leadership style and 
employee turnover intentions in APEC limited.  
H03: There is no significant relationship between democratic leadership styles on employee 
turnover intentions in APEC limited.  
H04: There is no significant relationship between Laissez-faire leadership styles on employee 
turnover intentions in APEC limited.  
2.7 Conceptual framework  
There are five variables in this study. The dependent variable is retention whereas the 
independent variables consist of transformational, transactional, Laissez-Faire and democratic 
leadership style. 
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Independent Variables 
                                                     
 
 
 
 
 
 
 
 
 
 
 
  
Transformational leadership 
Transactional leadership style 
Laissez- Faire leadership style 
Employees’ turnover intention 
Democratic leadership style 
 
Fig 2.1: Conceptual framework 
Dependent Variable 
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2.8 Operationalization of study variables 
Table 2.1: Operationalization of study variables 
 
Study Variables Indicators Measurement scale 
Independent Variable: 
Transformational 
leadership  
-Idealized influence  
-Inspirational motivation  
-Intellectual stimulation  
-individualized support 
Nominal 
Independent Variable: 
Transactional leadership 
style 
- Contingent reward 
- Passive management 
- Active management 
 
Nominal 
Independent Variable: 
Laissez- Faire leadership 
style 
- Little guidance   
-Solved work problems individually 
- Motivational absence 
-Independence and economies 
Nominal 
Independent Variable: 
Democratic leadership 
style 
 
-Involvement  
-Open communication  
-Team work  
-People-oriented  
-Delegation of authority 
Nominal 
Dependent Variable: 
Employees’ turnover 
intention 
-Organization commitment 
-job satisfaction 
-Job performance 
  
Ordinal 
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2.9 Chapter summary 
This section has exhibited a survey of relevant writing on representative turnover 
concentrating on the hierarchical elements, singular variables and the impact of initiative style 
on authoritative execution. The next chapter will discuss the methodology that will be used in 
this research. The procedures and methods that will be used in carrying out this study. It will 
provide a description of the research design, sampling size and procedure, methods of data 
collection, and data analysis methods.    
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CHAPTER THREE 
RESEARCH METHODOLOGY 
Introduction 
This chapter covers the research design adopted for the study, tools for data collection, and 
procedures for data analysis. It discusses the methodology to be used to investigate the 
influence of leadership style and employees‟ turnover intention. 
3.1 Research Design 
This study employed a descriptive research design. A descriptive survey attempts to describe 
or define a subject often by creating a profile of a group of problems, people or events through 
the collection of data and tabulation of the frequencies on research variables or their 
interaction as indicated by Cooper and Schindler (2014). Orodho (2012) notes that the choice 
of the descriptive survey research design is made based on the fact that in the study the 
research is interested in the state of affairs already existing and no variable was manipulated. 
This is appropriate since it gives detailed investigative of a single unit thereby emphasizing on 
depth rather than breadth analysis concerning leadership style and employees' turnover 
intention.  
3.2 Population of the Study 
Mugenda and Mugenda (2008) describe the target population as a group that shares similar 
characteristics which the study seeks to understand. The study had a target population of 420 
employees from APEC limited company. APEC provides consultancy services in Feasibility 
Studies, Preliminary and Detailed Engineering Design, Planning & Organization, Execution 
and Project Management in Roads and Highways, Airport Infrastructure and Planning, 
Buildings, Waste-water Management, Water Supply & Sanitation, Environmental 
Management, Social Development, Technical, Performance, and Financial Audits. The 
Company also offers consultancy services to contractors on Design & Build projects. The 
population consisted of the top, middle and low management level, who are program 
coordinator, programme officer, administration and accounts department 
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Table 3.1:Target population Table 
Category         Population (Frequency) 
Top level management           110 
Middle level management            163 
Low level management           147 
TOTAL           420 
 
3.3 Sample and Sampling Techniques  
Sampling is the extensive process of coming up with a representation from an entire 
population. It is a process of selecting a number of individuals or objects from a population 
such that the selected group contains elements representative of the characteristics found in 
the entire group (Castillo, 2009). A sample is a finite part of a statistical population whose 
properties are studied to gain information, about the whole (Saunders, Lewis &Thornhill, 
2012).  The sampling frame for this study consisted of 200 employees from APEC. These 
employees included the management levels; Programme coordinators, programme officers, 
Administrative assistants and accounts department. 
In line with (Mugenda and Mugenda, 2008), the model that was used for selecting the sample 
from the target population is:   
n = (z
2
pq)/d
2 
Where: n = is the desired sample size when the target population is > 10,000  
z = standardized normal deviations at a chosen confidence level, for instance, if the 
confidence level is 95% then z = 1.96  
p= the proportion of the target population that assumes the characteristics being sought. In this 
study, the optimal 50:50 basis is assumed.  
q = The balance from p to add up to 100%. That is 1-P, which in this case yielded 1- 50% 
(0.5) 
d = the appropriate significance level, for instance at 95% confidence, the level of significance 
is 0.05.  
As such the sample size for this study was found to be: 
n = (1.96
2
 X 0.5 X 0.5)/0.05
2
 = 384  
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Since the target population in this study is less than 10,000, the sample of 384 was adjusted 
using the formula nf = n/ (1+n/N) where nf is the desired sample size when sample size is less 
than 10,000 and n is the sample size when the target population is more than 10,000 while N 
is the target population from sampled size (Mugenda & Mugenda, 2008). Accordingly,  
 nf = n/(1+n/N) = 384/ (1+384/420) = 200 
Table 3.2: Sample Distribution Table 
Category         Population  No. of Respondents   Technique  
Top level management           110       50 Random  
Middle level management            163      90 Random  
Low level management           147     60 Random  
TOTAL           420    200 Random  
 
3.4 Data Collection Instruments 
According to Cooper and Schindler (2014), data collection technique is the procedure of 
clustering together the required information after the researcher will identify the types of 
information needed which is, the investigative questions the researcher must answer. Primary 
and secondary data sources will used to fulfill the purpose of this study. Primary data will be 
used from the selected participants of the research project while secondary data already exists, 
data intended for other purposes other than the study itself. Primary data will be collected 
through questionnaire while secondary data will be collected from the firms‟ annual records. 
Secondary data will be collected from APEC reports and records. This will provide a sound 
theoretical background for the findings. 
The study will be qualitative and quantitative in nature. Qualitative data will obtained through 
open-ended questions, which will provide the researcher with the necessary background and 
in-depth information about leadership style and employee turnover intentions. Quantitative 
data will obtained through close-ended questions (Cooper & Schindler, 2014).  
3.5 Data Collection Procedure 
The researcher will sought the permission/authorization letter from the firms' authority to 
collect data after having taken the introductory letter from the University. To enhance the 
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response rate, the study will put into consideration the research ethical issues. The researcher 
will sought informed consent from the participants. 
The researcher will assure the participants of the confidentiality and anonymity of their 
identities. The researcher will sought consent form from the respondents and also debrief 
them about the questions. The researcher will administer questionnaires through either drop 
and pick-later method or electronic method where appropriate considering distance or 
convenience. One set of the questionnaire will be administered per respondent. 
3.6 Pilot Test 
Twenty respondents from the selected sample will be used for piloting by providing them with 
the questionnaires as a pilot group. This forms 10% of the target population which is 
sufficient for piloting (Mugenda & Mugenda, 2008). The results will not be integrated into 
findings. Pre-testing the questionnaire provides the opportunity to refine the questionnaire by 
revealing errors in the individual questions, sequence, and design and see how the 
questionnaire performs under actual conditions (Churchill &Iacobucci, 2010).  
The clarity of the instrument‟s items will be enhanced after piloting. The result will assist in 
correcting any arising discrepancies, which will ensure that they measure what is intended.  
The results from the piloting will not be included in the final findings.  
3.6.1 Validity 
According to Borg, Walter, Gall & Meredith (2003) validity is the degree to which the sample 
of test items represents the content the test is designed to measure. Validation will carried out 
through a pilot test which will done by administering the research instrument to the 
respondents from the selected institutions.  Mugenda and Mugenda (2008) contend that the 
usual procedure for assessing the content validity of a measure is to use a professional or 
expert in a particular field.  
The researcher will sought the opinions of experts within the senior management about 
strategy implementation and capital structure in the firms. Pre-testing helps to assess the 
clarity of questions, identify problems with the data collection instrument and find possible 
solutions. 
3.6.2 Reliability 
Reliability and validity are means of evaluation of research instruments (Flick 2014). 
Reliability, according to Eriksson and Kovalainen (2016), is the extent to which a measure, 
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procedure or instrument yields the same result on repeated trials. Mugenda and Mugenda 
(2008) define reliability as a measure of the degree to which a research instrument yields 
consistent results or data after repeated trials.  
Internal consistency method will be tested using Cronbach's Alpha. A "high" value of alpha is 
often used as evidence that the items measure an underlying (or latent) construct (Warmbrod, 
2014). Marczyk, DeMatteo &Festinger (2005) states that to ensure the reliability of a 
predetermined threshold of 0.7 is needed. That is, values above 0.7 show presence of 
reliability while values below shows lack of reliability. Cronbach's alpha essentially evaluates 
the average of all probable split-half reliability coefficients (Bryan and Bell, 2009). A 
computed alpha coefficient varied from 1 to 0. Most studies have adopted the recommended 
level of 0.70 and above and therefore the specified indicators were considered sufficient in 
their representation of the constructs (Nachmias & Nachmias, 2000).  
Table 3.2 illustrates the values of Cronbach's Alpha of the previously mentioned variables. 
This proves that the internal consistency of the questionnaire is strong since it had exceeded 
the value of 0.7 and is within the acceptable range of between 0 and 1. 
Table 3.2: Reliability Test – Cronbach’s Alpha Scale  
Scale Cronbach’s Alpha  Comments No. of items 
Transformational leadership 0.933 20 Reliable 9 
Transactional leadership style 0.885 14 Reliable 9 
Laissez- Faire leadership style 0.847 34 Reliable 9 
Turnover intention 0.908 30 Reliable 33 
3.7 Data Analysis and Interpretation  
The study employed a descriptive analysis. The descriptive analysis describes the 
relationships that exist between the independent and dependent variables quantitatively 
(Mugenda & Mugenda, 2008). Coding of the data will done using the Statistical Package for 
the Social Sciences (SPSS). A multiple regression model measured relative effects of 
leadership style on the employee turnover intentions. 
Tables will be employed to précis responses given for further analysis thereby giving room for 
comparison and contrast. This will generate quantitative reports through tabulations, 
percentages, and measure of central tendency. Cooper and Schindler (2014) note that the use 
of percentages is important for two reasons; first, they simplify data by reducing all the 
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numbers to range between 0 and 100. In addition, they transform the information realized into 
a standard form with a base of 100 for relative comparisons. Inferential statistics will be used 
in data analysis. Correlation analysis will measure the strength of the relationship between the 
independent variables. 
Regression analysis will be used to establish the relative significance of each of the variables 
on the influence of investigating the influence of leadership style and employees' turnover 
intention. 
Regression model 
Y = ß0 + ß1X1 + ß2X2+ ß3X3 + ß4X4+ e 
Where: 
Y= Employee turnover intentions 
ß0= Models constant and ß1 to ß4 are the model‟s coefficients.  
X1= Transformational leadership style 
X2= Transactional leadership style 
X3= Democratic leadership style 
X4= Laissez-faire leadership style  
e   = Error term 
3.8 Ethical considerations  
Various steps will taken to avoid going against the ethical standards of research.  First, the 
researcher will obtain informed consent from the relevant authorities and research 
participants. The study will issue confidentiality by assuring participants that the information 
they will not be shared with third parties and that it only meant for purposes of data analysis. 
The respondents will be informed that they are free to stop participating in the study at any 
stage if they are not willing to continue.  The names of the respondents will not be identified 
in the questionnaires that they filled. The researcher will guarantee confidentiality, privacy, 
and security of the information obtained from the respondents by restricting unwanted parties 
from accessing the information containing features that could reveal the respondent 
identification and data files carefully controlled. 
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3.9 Chapter Summary  
This chapter outlines the methodology adopted in the study, tools for data collection and 
procedures for data analysis. It also defines the populace under investigation and the methods 
to be used in the departmental level and ethical consideration. 
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CHAPTER FOUR 
DATA ANALYSIS, PRESENTATION AND INTERPRETATION 
4.1 Introduction  
Content in chapter four is data analysis; presentation and interpretation of the study findings. 
The subtitles in the chapter are arranged according to the objectives of this study. The study 
finds has been presented in frequency distribution tables, mean values, percentages and 
explanations of the findings in between the frequency tables for further elaboration as well as 
the interpretation of the study results which have been given alongside the findings.  
The subheadings in this chapter were arranged according to research questions: To assess the 
effects of transactional leadership on employee turnover intentions in APEC limited; To 
determine the effects of transformational leadership style on employee turnover intentions in 
APEC limited; To find out effects of democratic leadership style on employee turnover 
intentions in APEC limited; To determine effects of Laissez-faire leadership style on 
employee turnover intentions in APEC limited. 
4.2 Questionnaire Return Rate  
The field responses were 170 respondents out of the 180 respondents surveyed responded to 
the questionnaires. Thus the return rate was 94% for respondents studied. This response rate 
can be attributed to the fact that the researcher with her research assistant personally 
administered the research instrument. 
4.2 Demographic Information of the Respondents  
The study sought to determine the demographic characteristics of the respondents as they are 
considered as categorical variables which give some basic insight about the respondents. The 
characteristics considered in the study were; range of ages of the respondents; gender; highest 
level of education attained by them. 
4.2:1 Distribution of Respondents by their Gender  
The respondents were asked to indicate their gender. Table 4.1 shows the gender distribution 
of the respondents. 
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Table 4.1: Gender of the respondents 
   Frequency   Percent  
Male               90                53  
Female               80                47  
Total            170             100  
From the table 4.1 above, 90 53%) of the respondents were male while 80 (47%) of the 
respondents were female. 
4.2:2 Distribution of Respondents by their Period of Working  
The study sought to find out the period the respondents had been working with the 
organization. 
Table 4.2: Period the respondents had been working with the organization 
   Frequency   Percent  
1-5 years            133                78  
6-11 years               23                14  
15 years and above               14                  8  
Total            170             100  
From the table 4.2 above, 133 (78%) of the respondents had worked in the organization for 1-5 
years, 23 (14%) of the respondents had worked in the organization for 6-11 years and 14 (8%) of 
the respondents had worked in the organization for 15 years and above. 
4.2:3 Distribution of Respondents by their Academic Qualification  
The study sought to find out the academic qualification of the respondents. 
Table 4.3: Academic qualification of the respondents 
   Frequency   Percent  
Masters               18                11  
Degree               43                25  
Diploma            109                64  
Total            170             100  
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From the table 4.3 above, 109 (64%) of the respondents had attained a Diploma, 43 (25%) of the 
respondents had attained a degree and 18 (11%) of the respondents had attained masters. 
4.2:4 Distribution of Respondents by their Job Title  
The study sought to find out the job title of the respondents. 
Table 4.4: Job title of the respondents 
   Frequency   Percent  
Program Coordinator                12                  7  
Program Officer               25                15  
Administrative Assistant                57                34  
Accountant               76                45  
Total            170             100  
From the table 4.4 above, 76 (45%) of the respondents were accountants, 57 (34 %) of the 
respondents were administrative assistants, 25(15%) of the respondents were program officer and 
12 (7 %) of the respondents were program coordinators.  
4.3 Leadership Styles 
The study wanted to know how leadership styles affected employee turnover intentions in 
APEC limited. 
The study sought to find out the effects of transactional leadership on employee turnover 
intentions in APEC limited. 
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Table 4.5: Effects of transactional leadership on employee turnover intentions in the 
APEC limited  
Item                      1 
 SA   A   U   D   SD   
Me
an  
 
st
de
v  
Manager is not bothered about attitude of the staff 
towards the organizations performance but, he/she 
is rather concerned about getting the task done. 
         
12  
         
14  
         
22  
         
40  
         
12  
            
2.7  
        
0.
4  
Tough    supervisory    practices/master    servant 
relationship. 
           
8  
        
16  
         
24  
         
36  
         
16  
            
2.6  
        
0.
1  
The       manager-employee       relationship       is 
characterized by fear. 
           
9  
        
22  
         
35  
         
20  
         
15  
            
2.9  
        
0.
4  
Manager tells employees what to do and how to do 
it assert himself/herself and serves as an example 
for the employees 
         
16  
         
28  
         
15  
         
24  
         
17  
            
3.0  
        
0.
1  
Members who do not meet the set objectives are 
threatened with punishment. 
         
19  
         
21  
         
31  
         
21  
           
8  
           
3.2  
        
0.
3  
Acts without consulting the group.               
20  
          
10  
          
40  
          
22  
            
8  
      
3.1  
        
0.
1  
From the results in Table 4.5 above, the respondents were undecided if members who do not 
meet the set objectives are threatened with punishment, acts without consulting the group and 
manager tells employees what to do and how to do it assert himself/herself and serves as an 
example for the employees as indicated by a mean of 3.2, 3.1 and 3.0 respectively. 
In addition, the respondents were undecided if the manager-employee relationship is 
characterized by fear, manager is not bothered about the attitude of the staff towards the 
organizations performance but, he is /she is rather concerned about getting the task done and 
tough    supervisory    practices/master-servant relationship as indicated by a mean of 2.9, 2.7 
and 2.6 respectively. 
The study sought to find out the effects of transformational leadership style on employee 
turnover intentions in the APEC limited. 
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Table 4.6: Effects of transformational leadership style on employee turnover intentions 
in the APEC limited 
Item                      1 
 SA   A   U   D   SD   
Mea
n  
 
std
ev  
Gets group approval in important 
matters before going ahead. 
           
7  
         
21  
         
21  
         
42  
         
11  
            
2.7  
        
0.6  
Friendly, supportive and   considerate   
towards others. 
           
7  
         
20  
         
21  
         
39  
         
13  
            
2.7  
        
0.2  
Promotes and defends the interest of the 
group. 
         
23  
         
15  
         
30  
         
18  
         
15  
            
3.1  
        
0.5  
Provides necessary training and 
coaching or arranges others to do so. 
         
13  
         
30  
         
19  
         
27  
         
11  
            
3.0  
        
0.1  
Respects       employee       opinions       
regarding organizations improvement. 
         
6  
         
33  
         
30  
         
23  
         
10  
            
3.0  
        
0.1  
Gets superiors to act for the welfare of 
the group. 
                
5  
           
25  
             
39  
             
24  
               
7  
         
3.0  
        
0.7  
Involves staff in making organizations 
programs 
                
4  
           
16  
             
44  
             
28  
               
8  
         
2.8  
        
0.1  
From the results in Table 4.6 above, the respondents were undecided if transformational 
leadership style promotes and defends the interest of the group, provides necessary training 
and coaching or arranges others to do so, respects       employee       opinions       regarding 
organizations improvement and gets superiors to act for the welfare of the group as indicated 
by a mean of 3.1, 3.0, 3.0 and 3.0 respectively. 
In addition, the respondents were undecided if transformational leadership style involves staff 
in making organizations programs, gets group approval in important matters before going 
ahead and is friendly, supportive and   considerate   towards others as indicated by a mean of 
2.8, 2.7 and 2.7 respectively. 
The study sought to find out the effects of democratic leadership style on employee turnover 
intentions in the APEC limited. 
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Table 4.7: Effects of democratic leadership style on employee turnover intentions in the 
APEC limited 
Item                      1  SA   A   U   D   SD   
Mea
n  
 
stde
v  
Expects employees to create their own targets 
and accomplish them on their own. 
         
18  
         
22  
         
17  
         
23  
         
21  
            
2.9  
        
0.1  
Fails to take necessary action.            
5  
         
28  
         
21  
         
33  
         
14  
            
2.8  
        
0.4  
Less concerned with what staff members do.            
1  
         
25  
         
26  
         
31  
         
18  
            
2.6  
        
0.2  
Delegates duties to members and expects them 
to accomplish them without supervision. 
           
2  
         
31  
         
18  
         
30  
         
19  
            
2.7  
        
0.2  
Expects to find and correct their own errors.            
6  
         
32  
         
26  
         
20  
         
16  
            
2.9  
        
0.1  
From the results in Table 4.7 above, the respondents were undecided if democratic leadership 
style, expects employees to create their own targets and accomplish them on their own, 
expects to find and correct their own errors and fails to take necessary action as indicated by a 
mean of 2.9, 2.9 and 2.8 respectively. 
In addition, the respondents were undecided if democratic leadership style delegates duties to 
members and expects them to accomplish them without supervision and is less concerned with 
what staff members do as indicated by a mean of 2.7 and 2.6 respectively. 
The study required to establish the effects of Laissez-faire leadership style on employee 
turnover intentions in the APEC limited. 
Table 4.8: Effects of Laissez-faire leadership style on employee turnover intentions in 
the APEC limited 
Item                      1 
 
SA  
 A   U   D   
SD  
 
Me
an  
 
std
ev  
Has a vision of extra ordinary goals and the ability to 
motivate employees to achieve better performance 
           
8  
       
21  
         
28  
         
21  
         
22  
            
2.7  
       
0.2  
Tends to behave more in him-or herself than 
employees. 
         
12  
         
18  
         
21  
         
26  
         
23  
            
2.7  
       
0.5  
Has   high confidence, dominance and   strong 
convictions in his or her beliefs. 
         
11  
         
25  
         
25  
         
18  
         
21  
            
2.9  
       
0.2  
Sparks   a   sense   of   belonging   towards   the 
organization   and   inspires   employees towards 
achieving good performance. 
           
8  
       
17  
         
26  
         
26  
         
23  
            
2.6  
       
0.1  
Has good knowledge of appropriate social control 
mechanism. 
           
9  
       
25  
         
27  
         
22  
         
17  
            
2.9  
       
0.1  
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From the results in Table 4.8 above, the respondents were undecided if Laissez-faire 
leadership style and has   high confidence, dominance and   strong convictions in his or her 
beliefs and had good knowledge of appropriate social control mechanism as indicated by a 
mean of 2.9 and 2.9 respectively. 
In addition, the respondents were undecided if Laissez-faire leadership style, has good 
knowledge of appropriate social control mechanism, has a vision of extra ordinary goals and 
the ability to motivate employees to achieve better performance, tends to behave more in him-
or herself than employees and sparks   a   sense   of   belonging   towards   the organization   
and   inspires   employees towards achieving good performance as indicated by a mean of 2.7, 
2.7 and 2.6 respectively. 
4.4 Employee Turnover Intentions 
The study wanted to know employee turnover intentions in the APEC limited. 
The study sought to find out the effects of employee turnover intentions in the APEC limited 
to the employees. 
Table 4.9: Employee Turnover Intentions 
STATEMENTS  SA   A   U   D   SD   
Mean  
 
stdev  
A fair amount is paid for the work I do.          
40  
         
33  
         
12  
           
7  
           
8  
            
3.9  
        
0.3  
Opportunity for promotion is too minute.          
47  
         
36  
         
13  
           
1  
           
3  
            
4.2  
        
0.1  
My supervisor is quite experienced in doing his/her job.          
35  
         
57  
           
7  
           
1  
           
1  
            
4.2  
        
0.2  
I am not satisfied with the benefits I receive.          
23  
         
69  
           
5  
           
1  
           
2  
            
4.1  
        
0.2  
When I do a good job, I receive the recognition for it that I 
should receive. 
         
20  
         
67  
           
3  
           
3  
           
8  
            
3.9  
        
0.3  
Many of our rules and procedures make doing a good job 
difficult. 
         
17  
         
77  
           
5  
           
1  
           
1  
            
4.1  
        
0.3  
I like the people I work with.          
31  
         
40  
         
14  
           
7  
           
8  
            
3.8  
        
0.5  
I sometimes feel my job is meaningless.          
30  
         
45  
         
17  
           
2  
           
7  
            
3.9  
        
0.2  
Communications seem good within this organization.          
33  
         
39  
         
21  
           
1  
           
6  
            
3.9  
        
0.1  
Raises are too few and far between.          
33  
         
59  
           
5  
           
1  
           
1  
            
4.2  
        
0.1  
Those who do well on the job stand a fair chance of being 
promoted. 
         
32  
         
60  
           
3  
           
2  
           
3  
            
4.2  
        
0.3  
My supervisor is unfair to me.          
40  
         
56  
           
3  
           
1  
           
1  
            
4.3  
        
0.2  
The benefits we receive are as good as most other                                                                        
41 
 
organizations offer 57  32  7  1  3  4.4  0.3  
I do not feel that the work I do is appreciated.          
53  
         
26  
         
13  
           
2  
           
7  
            
4.2  
        
0.4  
My efforts to do a good job are seldom blocked by red tape.          
50  
         
28  
         
13  
           
3  
           
5  
            
4.1  
        
0.2  
I find I have to work harder at my job because of the 
incompetence of people I work with. 
         
50  
         
33  
         
12  
           
1  
           
3  
            
4.3  
        
0.3  
I like doing the things I do at work.          
57  
         
27  
         
10  
           
2  
           
5  
            
4.3  
        
0.2  
The goals of this organization are not clear to me.          
40  
         
33  
         
17  
           
4  
           
6  
            
4.0  
        
0.3  
I feel unappreciated by the organization when I think about 
what they pay me. 
         
33  
         
40  
         
12  
           
8  
           
7  
            
3.8  
        
0.3  
People get ahead as fast here as they do in other places.          
36  
         
47  
         
13  
           
3  
           
1  
            
4.1  
        
0.1  
My supervisor shows too little interest in the feelings of 
subordinates. 
         
57  
         
35  
           
7  
           
1  
           
1  
            
4.5  
        
0.2  
The benefit package we have is equitable.          
69  
         
23  
           
5  
           
2  
           
1  
            
4.6  
        
0.2  
There are few rewards for those who work here.          
67  
         
20  
           
3  
           
8  
           
3  
            
4.4  
        
0.3  
I have too much to do at work.          
77  
         
17  
           
5  
           
1  
           
1  
            
4.7  
        
0.3  
I enjoy my co-workers.          
40  
         
31  
         
14  
           
8  
           
7  
            
3.9  
        
0.5  
I often feel that I do not know what is going on with the 
organization. 
         
45  
         
30  
         
17  
           
7  
           
2  
            
4.1  
        
0.2  
I feel a sense of pride in doing my job.          
39  
         
33  
         
21  
           
6  
           
1  
            
4.0  
        
0.1  
I feel satisfied with my chances for salary increases.          
59  
         
33  
           
5  
           
1  
           
1  
            
4.5  
        
0.1  
There are benefits we do not have which we should have.          
60  
         
32  
           
3  
           
3  
           
2  
            
4.5  
        
0.3  
I like my supervisor.          
56  
         
40  
           
3  
           
1  
           
1  
            
4.5  
        
0.2  
I have too much paperwork.          
32  
         
57  
           
7  
           
3  
           
1  
            
4.1  
        
0.3  
I don't feel my efforts are rewarded the way they should be.          
26  
         
53  
         
13  
           
7  
           
2  
            
4.0  
        
0.4  
I am satisfied with my chances for promotion.          
28  
         
50  
         
13  
           
5  
           
3  
            
3.9  
        
0.2  
There is too much bickering and fighting at work.          
33  
         
50  
         
12  
           
3  
           
1  
            
4.1  
        
0.3  
My job is enjoyable.          
27  
         
57  
         
10  
           
5  
           
2  
            
4.0  
        
0.2  
Work assignments are not fully explained.          
33  
         
40  
         
17  
           
6  
           
4  
            
3.9  
        
0.3  
From the results in Table 4.9 above, the respondents agreed that they had too much to do at 
work, The benefit package they had was equitable, they liked their supervisor, there were 
benefits they do not have which they should have, they felt satisfied with their chances for 
salary increases and their supervisor shows too slight concern regarding how the subordinates 
feel as indicated by a mean of 4.7, 4.6, 4.5, 4.5, 4.5 and 4.5 respectively.  
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In addition, the respondents agreed that there were few rewards for those who worked there, the 
benefits they received were as good as most other organizations offer, they liked doing the 
things they did at work, they find they have to work harder at their job because of the 
incompetence of people they work with and their supervisor is unfair to them as indicated by a 
mean of 4.4, 4.4, 4.3, 4.3 and 4.3 respectively. 
To add to that, the respondents agreed that they do not feel that the work they do is 
appreciated, those who do well on the job stand a fair chance of being promoted, raises are too 
few and far between, their supervisor is quite competent in doing their job and there is really 
too little chance for promotion on their job as indicated by a mean of 4.2, 4.2, 4.2, 4.2 and 4.2 
respectively. 
In addition, the respondents agreed that there is too much bickering and fighting at work, they 
have too much paperwork, they often feel that I do not know what is going on with the 
organization, people get ahead as fast here as they do in other places and their efforts to do a 
good job are seldom blocked by red tape as indicated by a mean of 4.1, 4.1, 4.1, 4.1 and 4.1 
respectively. 
the respondents agreed that many of their rules and procedures make doing a good job 
difficult, they are not satisfied with the benefits they receive, their job is enjoyable, they don't 
feel their efforts are rewarded the way they should be, they feel a sense of pride in doing their 
job and the goals of this organization are not clear to them as indicated by a mean of 4.1, 4.1, 
4.0, 4.0, 4.0 and 4.0 respectively. 
The study sought to find out the intentions of the employees at APEC limited.      
Table 4.10: Intentions of the employees                        
   SA   A   U   D   SD   
Mean  
 
stdev  
I would search for a new employment coming 
year 
              
76  
                
4  
                
9  
              
11  
                
1  
            
4.4  
             
0.5  
I often think about quitting               
70  
                
2  
              
15  
              
12  
                
1  
            
4.3  
             
0.4  
Presently, I am actively searching for other 
job 
              
47  
                
2  
                
5  
              
46  
                
1  
            
3.5  
             
0.4  
The first pages of a newspaper I read daily are 
the job advertisement pages  
                
7  
              
14  
              
50  
              
15  
              
14  
            
2.9  
             
0.1  
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From the results in Table 4.10 above, the respondents agreed that the employee would perhaps 
find a new job coming year, the employees often think about quitting and presently, the 
employees actively searching for another job as indicated by a mean of 4.4, 4.3 and 3.5 
respectively. 
In addition, the first pages of a newspaper I read daily are the job advertisement pages as 
indicated by a mean of 2.9 in that order. 
4.5 Regression analysis  
In this study, a multiple regression analysis will be conducted to test the influence of predictor 
variables. The research used a statistical package for social sciences (SPSS Version 21) to 
code, enter and compute the measurements of the multiple regressions. 
Table 4.11: Multiple Regression between leadership Style and Employee turnover 
intentions (dependent variable) in APEC limited  
Model R R Square Adjusted R Square Std. Error of the 
Estimate 
1 .821 .674 .672 .1037 
a. Predictors: (Constant), transactional leadership, transformational leadership style, 
democratic leadership style and Laissez-faire leadership style. 
Data in Table 4.11 indicated that R-Square is usually employed in statistics to determine the 
equation's significance. R-square is 1 minus the ratio of residual variability. The adjusted R2, 
is referred to as the coefficient of multiple determinations, is the percent of the variance in the 
dependent explained uniquely or jointly by the independent variables. 67.2% of the employee 
turnover intentions in APEC limited in Kenya. Variables could be attributed to the combined 
effect of the predictor variables.  
Table 4.12: ANOVA Results of the Regression Analysis between Employee turnover 
intentions in APEC limited and Predictor Variables 
Model Sum of 
Squares 
df Mean Square F Sig. 
1 Regression 12.223 4 3.112 3.264 .0001 
Residual 92.876 212 .641   
Total 115.099 216    
a. Predictors: transactional leadership, transformational leadership style, democratic 
leadership style and Laissez-faire leadership style. 
b. Dependent Variable: employee turnover intentions in APEC limited in Kenya. 
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Data in table 4.12 indicated that the likelihood value of 0.0001 shows that the regression 
connection was to a great extent significant in predicting how transactional leadership, 
transformational leadership style, democratic leadership style and Laissez-faire leadership 
style influenced employee turnover intentions in APEC limited in Kenya. The F critical at 5% 
level of significance was 3.264 since F calculated is greater than the F critical (value = 2.830), 
this shows that the overall model was significant. 
Table 4.13: Regression Coefficients of the Relationship between Employee turnover 
intentions in APEC limited and the Predictive Variables 
Model   Unstandardized 
Coefficients 
Standardized 
Coefficients 
    B Std. Error Beta T Sig. 
1 (Constant) 1.607 0.422  3.472 0 
 Laissez-faire leadership style 0.564 0.093 0.597 0.143 0.03 
 Democratic leadership style 0.437 0.085 0.472 0.135 0.02 
 Transformational leadership style 0.862 0.087 0.902 0.349 0.003 
  Transactional leadership 0.735 0.084 0.826 0.257 0.001 
a. Dependent Variable: employee turnover intentions in APEC limited       
As per the SPSS generated table above, the equation (Y = β0 + β1X1 + β2X2 + β3X3 + β4X4 + 
ε) becomes: 
Y =1.607+ 0.564X1 + 0.437 X2 +0.862 X3+0.735 X4 
The regression equation in Table 4.13 indicates that taking all factors into account 
(transactional leadership, transformational leadership style, democratic leadership style, and 
Laissez-faire leadership style) constant at zero employee turnover intentions in APEC limited 
was 1.607. The results further indicate that taking all other independent variables at zero, a 
unit increase in Transformational leadership style would lead to a 0.862 increase in the 
employee turnover intentions in APEC limited.  
Further, as per the results, a unit rise in Transactional leadership leads to a 0.735 increase in 
employee turnover intention sin APEC limited. Moreover, the results indicate that a unit 
increase in Laissez-faire leadership style would lead to a 0.564 increase in employee turnover 
intentions in APEC limited. Also, the findings show that a unit increase in Democratic 
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leadership style would lead to a 0.437 increase in employee turnover intentions in APEC 
limited. Overall, Democratic leadership style had the least effect on employee turnover 
intentions in APEC limited and Transformational leadership style had the highest effect. 
Transformational leadership style calculated p-value was found to be 0.003 which is 
statistically significant (p<0.05) which is the level of confidence. The Transformational 
leadership style has a positive significant influence on employee turnover intentions in APEC 
limited. Transactional leadership calculated P-value was found to be 0.001 which is 
statistically significant since P<0.05. There is a positive correlation between Transactional 
leadership and the employee turnover intentions in APEC limited. Laissez-faire leadership 
style calculated P-value was found to be 0.03 which statistically P<0.05 hence significant. 
There is a positive correlation between Laissez-faire leadership style and the employee 
turnover intentions in APEC limited. Democratic leadership style calculated P-value was 
found to be 0.02 which statistically P<0.05 hence significant. 
4.6: Hypothesis Test Using Chi-square test 
The study conducted a Chi-square test, probability ratio and Linear-by-linear connotation in 
testing the study‟s hypotheses. The cross-tabulation analysis was utilized to investigate the 
difference in means. These included an error term, whereby an independent variable was 
expressed as a combination of their categories.  
4.6.1 Transactional leadership and Employee Turnover 
The study sought to investigate whether a statistically significant connection between 
transactional leadership and employee turnover intentions exists. The findings are as shown in 
Table 4.3. The results depict a chi-squared test statistic of 19.195 with associated Chi-Square, 
likelihood ratio and linear-by-linear association p, which is < 0.05. Therefore, there is a 
statistically significant relationship between transactional leadership and employee turnover 
intentions.    
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Table 4.14: Relationship between Transactional Leadership and Employee Turnover 
Intentions 
 Value Df Asymp. Sig. (2-
sided) 
 
 
Pearson Chi-Square 19.195
a
 3 .010 
Likelihood Ratio 18.388 3 .0420 
Linear-by-Linear Association 7.573 1 .033 
N of Valid Cases 216   
Source: Field Data 2018   
4.6.2 Transformational Leadership Style and Employee Turnover Intentions  
The study further sought to find out the weather a statistically significant connection between 
transformational leadership style and employee turnover intentions exists and the findings are 
as stipulated in Table 4.4. The results as indicated in Table 4.4 depict a chi-squared test 
statistic result of 11.65 with associated Chi-Square, likelihood ratio and linear-by-linear 
association p, which is < 0.05. There is a statistically significant relationship between 
transformational leadership style and employee turnover intentions. 
Table 4.15: Transformational Leadership Style and Employee Turnover Intentions  
 Value Df Asymp. Sig. (2-sided) 
Pearson Chi-Square 11.654a 3 .003 
Likelihood Ratio 13.020 3 .002 
Linear-by-Linear Association 3.200 1 .004 
N of Valid Cases 216   
Source: Field Data 2018 
4.6.3 Democratic Leadership Styles on Employee Turnover Intentions 
The study also sought to determine whether a statistically significant connection between 
democratic leadership styles and employee turnover intentions exists. The results are as 
stipulated in Table 4.5. The results as indicated in Table 4.5 depict chi-squared test statistic 
results of 12.509 with associated Chi-Square, likelihood ratio and linear-by-linear association 
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p, which are < 0.05. There is thus a statistically significant relationship between democratic 
leadership styles and employee turnover intentions. 
Table 4.16: Democratic Leadership Style on Employee Turnover Intentions 
 Value Df Asymp. Sig. (2-
sided) 
Pearson Chi-Square 12.509
a
 3 .009 
Likelihood Ratio 10.326 3 .006 
Linear-by-Linear Association 4.738 1 .000 
N of Valid Cases 216   
Source: Field Data 2018 
4.6.4 Laissez-Faire Leadership Style and Employee Turnover Intentions 
The study further investigated whether there was any statistical relationship between laissez-
faire leadership style and employee turnover intentions. The findings are stipulated in table 
4.5 as shown below. The results indicated a chi-squared test statistic result of 16.195 with 
associated Chi-Square, likelihood ratio and linear-by-linear association p, which is < 0.05 and 
consequently, there is a statistically significant relationship between Laissez-Faire Leadership 
Style and Employee Turnover Intentions. 
Table 4.17:  Laissez-Faire Leadership Style and Employee Turnover Intentions 
 Value Df 
Asymp. Sig. (2-
sided) 
Pearson Chi-Square 16.195
a
 3 .001 
Likelihood Ratio 8.412 3 .002 
Linear-by-Linear Association 7.573 1 .003 
N of Valid Cases 216   
Source: Field Data 2018 
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CHAPTER FIVE 
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 
5.1 Introduction  
The chapter contains and is organized into the following subheadings: summary of the study, 
conclusions, recommendations as well as suggestions for further study.  
5.2 Summary of Findings  
The study assessed the  relationship leadership style and employee turnover intentions at 
APEC limited by assessing the effects of transactional leadership on employee turnover 
intentions in the APEC limited, determining effects of transformational leadership style on 
employee turnover intentions in  APEC limited, finding out effects of democratic leadership 
style on employee turnover intentions in  APEC limited and determining effects of Laissez-
faire leadership style on employee turnover intentions in the APEC limited.  
Research instruments used was a questionnaire for the employees of APEC limited. Data from 
the field was collected by the researcher and analyzed for basic descriptive statistics. The 
main findings of the study are:  
5.2.1 Transactional leadership and employee turnover intentions  
The study found out that members who do not meet the set objectives are threatened with 
punishment. Leaders act without consulting the group. Leaders communicate to the workers 
what is required to be done and the way to accomplish the same and this way asserts 
himself/herself and serves as an example for the employees. A unit increases in Transactional 
leadership would lead to a 0.735 increase in employee turnover intention sin APEC limited.  
5.2.2 Transformational leadership style and employee turnover intentions  
The study found out that leaders promote and defend the interest of the group.  Leaders 
provide necessary training and coaching or arrange for others to do so. Leaders respect 
employee opinions regarding organizations improvement and get superiors to act for the 
welfare of the group. A unit increase in Transformational leadership style would lead to a 
0.862 increase in the employee turnover intentions in APEC limited.  
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5.2.3 Democratic leadership style and employee turnover intentions  
The study found out that leaders expect employees to create their own targets and accomplish 
them on their own. Leaders expect to find and correct their own errors and fail to take 
necessary action. A unit increase in Democratic leadership style would lead to a 0.437 
increase in employee turnover intentions in APEC limited. 
5.2.4 Laissez-faire leadership style and employee turnover intentions  
The study found out that leaders have high confidence, dominance and   strong convictions in 
their beliefs. Leaders have good knowledge of appropriate social control mechanism. A unit 
increase in Laissez-faire leadership style would lead to a 0.564 increase in employee turnover 
intentions in APEC limited. 
5.4 Conclusions  
The study concluded that the manager-employee relationship is characterized by fear. The 
manager is not bothered by the attitude of the staff towards the organization's performance 
but, he is /she is rather concerned about getting the task done and tough supervisory 
practices/master-servant relationship. 
The study revealed that leaders involve staff in making organizations programs.  They get 
group approval in important matters before going ahead and is friendly, supportive and 
considerate towards others. Transformational leadership style had the highest effect on 
employee turnover intentions in APEC limited. 
The study concluded that leaders delegates duties to members and expects them to accomplish 
them without supervision and is less concerned with what staff members do. 
The study revealed that leaders have good knowledge of appropriate social control 
mechanism. They have a vision of extra ordinary goals and the ability to motivate employees 
to achieve better performance.  They tend to behave more in him-or herself than employees 
and sparks   a   sense   of   belonging   towards   the organization   and   inspires   employees 
towards achieving good performance. Democratic leadership style had the least effect on 
employee turnover intentions in APEC limited. 
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5.5 Recommendations  
Based on the study literature review and findings after the data analysis, the following 
recommendations were made:  
Leaders at APEC limited should consult the group, manager should tell employees what to do 
and how to do it. Managers need to assert himself/herself and serve as an example for the 
employees. Managers should be bothered by the attitude of the staff towards the 
organizations' performance. 
Leaders need to promote and defend the interest of the group.  They need to provide the 
necessary training and coaching or arrange for others to do so. They should respect employee 
opinions regarding organizations improvement and gets superiors to act for the welfare of the 
group. Leaders need to involve staff in making organizations programs, gets group approval 
in important matters before going ahead and is friendly, supportive and considerate towards 
others. 
Leaders need to delegate duties to members and expect them to accomplish them without 
supervision. Leaders need to be concerned with what staff members. Leaders need to have 
high confidence, dominance and   strong convictions in his or her beliefs and good knowledge 
of appropriate social control mechanism. Leaders need to have good knowledge of 
appropriate social control mechanism.  Leaders should have a vision of extra ordinary goals 
and the ability to motivate employees to achieve better performance. 
5.5.1 Suggestions for further studies  
The researcher suggested further studies on the relationship between leadership style and 
employee turnover intentions in other organizations. The study was conducted in a private 
organization thus the same study should be conducted in a public organization or a parastatal 
and the results compared.  
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APPENDICES 
Appendix I: Letters of Introduction 
 
Dear Sir/Madam, 
RE: RESEARCH DATA COLLECTION 
I am a post graduate student at the Management University of Africa pursuing a master‟s 
degree. I am conducting a research on Leadership Style And Employee Turnover 
Intentions In Organizations  
In view of the above, I am humbly requesting you to cooperate in answering the 
questionnaire/responding to the questions which I will provide in the questionnaires attached 
here-with. Kindly read the accompanying instructions and respond to the questions as 
provided for. I also request you to provide me with the necessary documentation and 
information regarding leadership style and employee turnover intentions in your 
organizations. This will help me collect the necessary data which will help me in carrying out 
the analysis, hence, achieve the objectives of the study. 
The information that you will provide will remain confidential and will be used exclusively 
for this research and not for any other purpose whatsoever. Your response and cooperation in 
this matter will be highly appreciated. Thank you in advance. 
Yours Faithfully, 
EVE MORAA 
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Appendix II: Questionnaires 
INSTRUCTIONS:    
o Fill only one set of the questionnaire per individual.                                                               
o Please answer each question as completely and clearly as possible by ticking 
appropriately on only one answer (unless otherwise advised) from the choices given 
or writing your response as appropriate in the space provided. 
 
Kindly provide answers to these questions as honestly as possible. Responses to these 
questions will be treated as confidential. 
 
Please tick where appropriate (√) 
 
SECTION A: DEMOGRAPHIC INFORMATION 
 
1.  What is your gender? 
 
a) Male        b) Female 
 
2.  How long have you been working with this organization? In years  
a) 1 -5                  b) 6-11             c) 15 above 
3.  What is your academic qualification? 
 
Masters            Degree          Diploma 
 
Any other specify………………………………………………………... 
 
4.  What is your job title; 
 
a. Program Coordinator 
b. Program Officer 
c. Administrative Assistant 
d. Accountant 
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Section B: LEADERSHIP STYLES 
 
The following statements relate to different leadership styles that the leaders use to check 
on the employees‟ turnover intentions. What is your level of agreement with the following 
statement on the influence of leadership styles on employees‟ turnover intentions. Use the 
scale given below. 
Key: 5=Strongly Agree 4=Agree 3=Undecided 2=Disagree 1=Strong Disagree 
 
 
 Item                      1 5 4 3 2 1 
5 Manager is not bothered about attitude of the staff 
towards the organizations performance but, he is /she 
is rather concerned about getting the task done. 
    
6 Tough    supervisory    practices/master    servant 
relationship. 
    
7 The       manager-employee       relationship       is 
characterized by fear. 
    
8 Manager tells employees what to do and how to do it 
assert himself/herself and serves as an example for the 
employees 
    
9 Members who do not meet the set objectives are 
threatened with punishment. 
    
10 Acts without consulting the group.      
 2      
11 Gets group approval in important matters before 
going ahead. 
     
12 Friendly, supportive and   considerate   towards 
others. 
     
13 Promotes and defends the interest of the group.      
14 Provides necessary training and coaching or arranges 
others to do so. 
    
15 Respects       employee       opinions       regarding 
 
organizations improvement. 
     
16 Gets superiors to act for the welfare of the group.      
17 Involves staff in making organizations programs      
 3      
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18 Expects employees to create their own targets and 
 
accomplish them on their own. 
     
19 Fails to take necessary action.      
20 Less concerned with what staff members do.      
21 Delegates duties to members and expects them to 
 
accomplish them without supervision. 
     
22 Expects to find and correct their own errors.      
 4      
23 Has a vision of extra ordinary goals and the ability to 
motivate employees to achieve better performance 
    
24 Tends to behave more in him-or herself than 
employees. 
    
25 Has   high confidence, dominance and   strong 
convictions in his or her beliefs. 
    
26 Sparks   a   sense   of   belonging   towards   the 
organization   and   inspires   employees towards 
achieving good performance. 
    
27 Has good knowledge of appropriate social control 
mechanism. 
    
 
SECTION C:  EMPLOYEE TURNOVER INTENTIONS 
Please circle the one number for each question that comes closest to reflecting your 
opinion about it. (1= Disagree very much, 2= Disagree moderately, 3= Disagree 
slightly, 4= Agree slightly, 5= Agree moderately, 6= Agree very much.). 
 
S/N 
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1 I feel I am being paid a fair amount for the work 
I do. 
1    2    3    4    5    6 
2 There is really too little chance for promotion 
on my job. 
1    2    3    4    5    6 
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3 My supervisor is quite competent in 
doing his/her job. 
1    2    3    4    5    6 
4 I am not satisfied with the benefits I receive. 1    2    3    4    5    6 
5 When I do a good job, I receive the 
recognition for it that I should receive. 
1    2    3    4    5    6 
6 Many of our rules and procedures make doing 
a good job difficult. 
1    2    3    4    5    6 
7 I like the people I work with. 1    2    3    4    5    6 
8 I sometimes feel my job is meaningless. 1    2    3    4    5    6 
9 Communications seem good within 
this organization. 
1    2    3    4    5    6 
10 Raises are too few and far between. 1    2    3    4    5    6 
11 Those who do well on the job stand a 
fair chance of being promoted. 
1    2    3    4    5    6 
12 My supervisor is unfair to me. 1    2    3    4    5    6 
13 The benefits we receive are as good as most 1    2    3    4    5    6 
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 other organizations offer.  
14 I do not feel that the work I do is appreciated. 1    2    3    4    5    6 
15 My efforts to do a good job are seldom blocked 
by red tape. 
1    2    3    4    5    6 
16 I find I have to work harder at my job because 
of the incompetence of people I work with. 
1    2    3    4    5    6 
17 I like doing the things I do at work. 1    2    3    4    5    6 
18 The goals of this organization are not clear to 
me. 
1    2    3    4    5    6 
19 I feel unappreciated by the organization when I 
think about what they pay me. 
1    2    3    4    5    6 
20 People get ahead as fast here as they do in other 
places. 
1    2    3    4    5    6 
21 My supervisor shows too little interest in the 
feelings of subordinates. 
1    2    3    4    5    6 
22 The benefit package we have is equitable. 1    2    3    4    5    6 
23 There are few rewards for those who work here. 1    2    3    4    5    6 
24 I have too much to do at work. 1    2    3    4    5    6 
25 I enjoy my co-workers. 1    2    3    4    5    6 
26 I often feel that I do not know what is going on 
with the organization. 
1    2    3    4    5    6 
27 I feel a sense of pride in doing my job. 1    2    3    4    5    6 
28 I feel satisfied with my chances for salary 
increases. 
1    2    3    4    5    6 
29 There are benefits we do not have which we 
should have. 
1    2    3    4    5    6 
30 I like my supervisor. 1    2    3    4    5    6 
31 I have too much paperwork. 1    2    3    4    5    6 
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32 I don't feel my efforts are rewarded the way they 
should be. 
1    2    3    4    5    6 
33 I am satisfied with my chances for promotion. 1    2    3    4    5    6 
 
 
 
 
34 There is too much bickering and fighting at 
work. 
1    2    3    4    5    6 
35 My job is enjoyable. 1    2    3    4    5    6 
36 Work assignments are not fully explained. 1    2    3    4    5    6 
 
 
 
SECTION II: Here are statements about you and your job. How much do you agree 
or disagree with each? (1= Strongly Disagree, 2= Disagree, 3= Slightly Disagree, 4= 
neither Agree nor Disagree, 5= Slightly Agree, 6= Agree, 7= Strongly Agree). 
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1 I will probably look for a new job in the next year 1   2     3    4     5     6    7 
2 I often think about quitting 1   2     3    4     5     6    7 
3 Presently, I am actively searching for other job 1   2     3    4     5     6    7 
4 The first pages of a newspaper I read daily are the job 
advertisement pages. 
1   2     3    4     5     6    7 
 
  
65 
 
Appendix III: Budget 
 
 Item Amount 
1. Stationery (pens, flash disk, printing paper,)  8,000 
2. Typing, Photocopying and printing 10,000 
3. Study Assistants 40,000 
4. Data Analysis 50,000 
5. Transport 30,000 
6. Contingencies 15,000 
 Sum Total 153,000 
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Appendix IV: Time Schedule 
2018 
 
Activity March  April  May June July Aug Sept Oct 
Submission         
Proposal defense         
Field work         
Data collection & entry         
Submission of Chapter 
4&5 
        
Submission of Thesis         
Final Defense         
Binding & submission of 
final document 
        
 
 
 
